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Editor’s Note / Dave Ulrich 


An Examination of Factors Associated with the Integration of 
Human Resource Management and Strategic Decision Making / 
Nathan Bennet, David J. Ketchen, Jr., and Elyssa Blanton Schultz 


Conceptually, a central aspect of "strategic human resource management" 
is the integration of the HR Function with strategic decision making. Little is 
known, however, about the factors that influence integration or its subsequent 
effects. Using data from 148 diverse organizations, the authors found that 
strategic type and whether or not top management views employees as 
strategic resources were associated with integration, but that labor market 
munificence and organizational growth were net. The results concerning the 
relationship between integration and performance were surprising; integration 
was associated with a lower evaluation of the HRM function by top management 


Strategy, Core Competence, amd HR Involvement as Determinants 
of HR Effectiveness and Refinery Performance / Patrick M. Wright, 
Gary C. McMahan, Blaine McCormick, and W. Scott Sherman 17 


This study examines the impact of strategy, core competence, and involvement 
of HR executives in strategic decision making on the refinery managers’ evaluation 
of the effectiveness of HR and on refinery performance among 86 United States 
petrochemical refineries. Survey results indicated that higher involvement of HR 
effectiveness, and that the relationship was strongest to the extent that refineries 
pursued a product innovation strategy and viewed skilled employees as their core 
competence. HR involvement was unrelated to refinery performance but was actually 
negatively related when refineries emphasized efficient production as their core 
competence 


On Becoming a Strategic Partner: The Role of Human Resources 
in Gaining Competitive Advantage / Jay B. Barney and 
Patrick M. Wright 


Although managers cite human resources as a firm's most important asset, many 
organizational decisions do not reflect this belief. This article uses the value, rare- 
ness, imitability, and organization (VRIO) framework to examine the role that the 
human resource (HR) function plays in developing a sustainable competitive 
advantage. Why some popularly cited sources of sustainable competitive 
advantage are not, and what aspects of a firm's human resources can provide 


(continued ) 


¥ 
: 
4 
: 
31 
| 
4 


a source of sustainable competitive advantage are discussed. The role of the HR 
executive as a strategic partner in developing and maintaining competitive advantage 
within the firm is also examined 


Participants’ Values and Incentive Plans / Regina F. Bento and 
Lourdes F. White 47 


Incentive plans and designed to motivate participants to pursue what is valued 
by an organization. This article discusses how values may influence the design 
of incentive plans and the success of their impiementation. In situations where 
the incentive plan fits participants’ values, the authors predeict a process of 
mutual reinforcement. When values and incentives collide, they propose two 
possible yet conflitcting outcomes: the “carrot effect’ and the “snubbed carrot 
effect." They conclude by addressing the implications of fit and misfit for research 
and practice 


Redefining Psychological Contracts with the U.S. Work Force: 
A Critical Task for Strategic Human Resource Management 
Planners in the 1990s / Robert Singh 61 


The well-publicized waves of layoffs in recent years have destroyed the long- 
standing psychological contract between employees and their employers which 
promised pay, promotion, and job security in exchange for worker skills, effort, and 
loyalty. This article provides empirical support for the transformational effect layoffs 
have had on psychological contracts and discusses the critical role human resource 
management must play in establishing and developing new contracts to guide 
future employment relationships between employers and employees. Implications 
for both academics and practitioners are provided 


a 
Psychological Contract Violations During Corporate Restructuring / 
William H. Turnley and Daniel C. Feldman 71 


The authors examine the nature, extent, and consequences and psychological 

contract violations which occur in restructuring firms. Managers in restructuring 4 
firms were significantly more likely to perceive psychological contract violations 

in the areas of job security, input into decision making, opportunities for advance- 

ment, and amount of responsibility. Managers in restructuring firms were also 

significantly more likely to be looking for new jobs and were significantly less likely 

to be loyal to their employers. Several situational factors mitigated against managers 

strong negative reactions to psychological contract violations: procedural justice in 

how layoffs are handled, low likelihood of future violations, and positive working ‘ 
relationships with colleagues 


Executive Forum: 
Interview with Bruce Rohde, CEO of ConAgra, Inc.: HR as Major ‘ 
Source of Competitve Advantage 85 é 


Book Review: 


High Impact Consulting: Rhetoric or Reality? by Robert H. Schaffer / 
Reviewed by Joseph Ryan 89 
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Issue 2, Summer 1998 


Editor's Note / Dave Ulrich 99 


Corporate Strategy, Executive Selection, and Firm Performance / 
James P. Guthrie and Deepak K, Datta 101 


This article investigates three related questions: (1) Is corporate diversification strategy 
associated with the levei of firm-specific experience (tenure) of selected CEOs? 

(2) Are tenure levels of selected CEOs related to subsequent organizational performance? 
(3) Does diversification strategy influence the impact that CEO firm-specific experience 
has on subsequent organizational performance? Results indicate that while 
diversification levels do not relate to extent of tenure, the selection of CEOs with lower 
levels of firm-specific experience results in significantly improved performance 
among nondiversified firms. No such relationship is observed in more diversified firms 


The Acceptability of 360 Degree Appraisals: 
A Customer-Supplier Relationship Perspective / 
David A. Waldman and David E. Bowen 


The authors of this article argue that “acceptability” is the key issue relevant to the 
success of 360 degree appraisal processes. They present conceptual arguments 
to show how a customer-supplier relationship perspective provides a useful means 

of depicting possible 360 degree linkages, as well, as discussing the types of raters 
and ratees for whom acceptance of the process is important. A categorization scheme 
the provides the primary factors relevant to the acceptance of the process. These 
factors include: (1) organizational characteristics and (2) customer-supplier relationship 
characteristics and appraisal context. Comparisons are made between customers and 
suppliers in terms of their probable acceptance of 360 degree appraisals 


Merit Pay, Performance Appraisal, and Individual Motivation: 
An Analysis and Alternative / 


Donald J. Campbell, Kathleen M. Campbell, and Ho-Beng Chia 147 


As the challenges of managing across borders become increasingly complex 
companies are exploring innovative ways to organize and manage people. Many 
are turning to the use of transnational teams composed of individuals from multiple 
nationalities working on tasks that span multiple countries. This article reports the 
findings from a study of human resource practices used in 34 transnational teams 
from 23 multinational firms. The article provides specific examples of how staffing 
training, and rewards systems are adapted to support the strategic orientations 

of these teams 


A Typology of International Human Resource Management in Japanese 
Multinational Corporations: Organizational Implications / 

Allan Bird, Sully Taylor, and Schon Beechler 159 


This article outlines a typology of approaches to the design of international human 
resource management systems in multinational corporations based on a ten-year 
study of Japanese affiliates in the United States, Europe, Asia. After outlining four 
different approaches based on the dimensions of parent company imprint, problem 
attribution, and diffusion of HRM innovations, the articles discusses the implications 
for organizations in the areas of flexibility, organizational learning, integration and 

coordination, and cost 
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Executive Forum: 


Employment and Employability: 
Foundation of the New Social Contract / Bruce R. Ellig 


Human Resource at Mercantile Bancorporation, Inc.: 
A Critical Analysis / Louis R. Forbringer and Carol Oeth 
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Issue 3 & 4, Fall / Winter 1998 


Editor's Note / Dave Ulrich 


Introduction / Paul A. Argenti 


Strategic Employee Communications / Paul A. Argenti 


To set the stage for the articles and interviews that follow, this overview describes 
changes in the environment that have created the need for a stronger and more 
strategic employee communications function. It then looks at ways to organize a 
strong employee communications effort through planning and staffing. Finally, it 
discusses ways to implement the right program for today's environment 


Class Action Sexual Harassment Lawsuit: A Study in 
Crisis Communication/ Paula J. Pomerenke 


Mitsubishi Motors Manufacturing America's (MMMA) response to the Equal 
Employment Opportunity Commission's lawsuit against it illustrates how manage- 
ment can manipulate and frighten employees. This study examines how outside 
constituencies and the media grew increasingly critical of MMMA and its relations 
with the employees during the first three months after the suit was filed 


Communications Enhancement: A Process Dividend for the 
Organization and the HRM Department? / 
Finian Buckley, Kathy Monks, and Anne Sinnott 


This article reports on a study of 133 Irish organizations implementing Quality 
Initiatives (Qis), focusing particularly on the impact of these initiatives on internal 
communications processes and the role played by the human resource (HR) 
function in these changes. Results indicate the overall success of the Qls in 
enhancing internal communications processes, but highlight two issues: the absence 
of HR function involvement in the deliverance of these communications enhance- 
ments and the perception by most respondents that, while the stated tangible QI 
objectives have been achieved, there is still some distance to be traveled to fulfill 
employee expectations on the more intangible communications-based needs. The 
implications of these findings are discussed in terms of the changing face of the HR 
function and the long-term success of Qis 
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The Effects of Leader Motivating Language on Subordinate 
Performance and Satisfaction / 
Jacqueline Rowley Mayfield, Milton Ray Mayfield, and Jerry Kopf —_23 


This article bridges theory and practice to show that superiors’ use of Sullivan's 
motivating language theory correlates significantly with subordinates’ perform- 
ance and job satisfaction. In brief, Sullivan hypothesized that superiors’ use of 
motivating language (including perlocutionary, or direction-giving, illocutionary 
or sharing feelings, and locutionary or explaining culture) would have positive 
impact on key worker productivity and process outcomes including performance 
and job satisfaction. This theory was tested by the authors using a LISREL analysis 
and was found to be true 


Electronic Mail as Social Influence in Downsized Organizations/ 
Tracy L. Tuten, David J. Urban, and George Gray 


The potential to influence survivors of downsizing via electronic communication 
is empirically examined in an experimental setting. Individuals exposed to 
electronic mail messages perceived a significantly higher level of normative 
influence than those receiving no electronic mail messages. Implications for 
human resource managers include the ability to efficiently and effectively 
influence employees across geographic locations and organizational setting 
via electronic communication 


A Framework for Understanding Dysempowerment in Organizations / 
Kathleen Kane and Kathleen Montgomery 263 


The concept of dysempowerment is introduced as a process whereby an 
individual perceives certain work events as affronts to one's dignity. This percep- 
tion results in affective responses that generate attitudes and behaviors having the 
potential to disrupt or impair the individual's task motivation. The authors specify 
propositions to predict the impact of factors on potential dysempowerment and 
present a typology to characterize organizational climates that result from the 
coexistence of dysempowerment and empowerment 


The Relationships Among Work-Related Perceptions, Employee Attitudes, 
and Employee Performance: The Integral Role of Communication / 


John J. Rodwell, René Kienzle, and Mark A. Shadur 277 


This article explores the nature of organizational communication in the 
human resource management context. An analysis of survey data collected 

from employees of an Australian information technology company found 

that employee perceptions of teamwork, communication, employee job 

satisfaction, commitment, and stress significantly predicted self-rated performance 
Analysis of the pattern of relationships indicates that while the direct relationship 
between communication and performance is negative, the role of communication 
is one of enhancing teamwork, job satisfaction, and commitment. The article 
relates the findings to the "communication metamyth," which assumes that more 
communication is necessarily good 


A Tale of Two Corporations: Managing Uncertainty 
During Organizational Change / 
Nicholas DiFonzo and Prashant Bordia 


Ineffective strategies of communicating about organizational change (e.g., 
corporate restructuring, mergers, downsizing) are earmarked by the presence 
of pervasive rumors that flourish in a climate of uncertainty. Using 15 structured 
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field interviews with management and public relations personnel from multinational 
corporations, this article posits that successful programs of change communi- 
cation hinge upon the proper management of uncertainty associated with change 
Two detailed case studies are highlighted as posing illustration of change 
communication tactics that succeeded and failed. Effective change communi- 
cation campaigns tend to reveal rather than conceal, reduce uncertainty through 


collective planning, and proactively establish and maintain trust 


Practitioner Interviews / Paul A. Argenti 


To get a sense of what practitioners are actually doing in the area of communications 


Guest Editor Paul A. Argenti interviewed four practitioners representing different 


ndustries, different managerial roles, and varying perspectives 


Book Review: 


Communicating Corporate Change by Bill Quirke/ 
Reviewed by Irv Schenkler 


Communications Briefs: 


Abstracts of Recent Articles on Business Communications/ 
Marilyn Wyatt 
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